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Faku l t i  Penga j i an Pendidkan 
Asas t eori vokasional ialah a ndaian bahawa kepuasan ker j a  
akan t e rny a t a  apa bil a t e rdapat kes e l a rasan a nt a ra p ersonaliti 
peke r j a  dengan persekitaran peker j aan . Kajian ini t e l ah men g u j i  
hubungan persona liti-persek i t aran dengan kepuasan kerj a ,  seperti 
yang dinyat akan dalam model ker j aya Hol land , ke a t  a s  s e j umlah 94 
orang pegawai latihan di Instit u t  Tadbiran Awam Negara ( INTAN ) . 
Ka j i an ini men g g un akan t eknik pe n g ukur an persekit aran , 
' Envir onmen t a l  Assessment Tec hnique ' ( EAT ) , unt uk mendapatkan kod 
pekerjaa n  bagi INTAN. Kemudiannya, a lat penguj i an persona l i t i ,  
Vo c a t iona l Preferen c e  Invent o ry (VP I ) , d i guna untuk menentukan 
persona l i t i  pegawa i -pegawai l a t iha n . 
Hubu n g a n  an t a  ra p e rs on a l i  t i  d an pe rs eki t a ran peker j a an 
di t e l i ti . Kaj i an i ni s e t erusnya mengka j i sarna ada t erdapat 
perbe zaan da l am kepuasan ker j a  di antara kumpul a n  yang mempunyai 
xii 
keselarasan persona l i  t i  -perseki t ar a n  dengan kumpulan yang t i dak 
a da keselarasan persona l i t i -persek i t aran . Kepuas a n  ker j a  diuj i 
d e n g a n  m e n g g u n a k a n  a l a t  ' J o b  D e s c r i p t i ve I nd e x ' ( JD I ) . 
S e t e r u s ny a , k a j i a n i n i  m e n e l i  t i  k o r e l as i  a n t a r a  keselarasan 
persvna l i t i-perseki taran dengan kepua s a n  ker j a .  
D e n g a n  m e n g g u n a k a n  EAT , I NTAN d i d ap a t i  mempunyai kod 
persek i t aran ' So c i a l-Ar t i s t i c-Ent erpr i s i n g ' (S-A-E ) . 
Pe g a wa i l at i h a n  d i a n g g ap seba g a i m empu nyai keselarasan 
p e r s o n a l i t i - pe r s ek i t a r a  d e n g a n  m e mp e r h a t i k a n  r e s p o n  k o d  
personal i t i  mereka dengan meng gunakan V P I  d a n  k o d  persek i t a r a n  
y a n g  d i  t e n t uk a n  d e n g a n  m e n g g u n ak a n  EAT . I a c h a n  M - i n d e k s  
d i g u n a k a n  u n t uk m e n e n t u  k e s e l a r a s a n  a n t a r a  p e r s onal i t i  dan 
persek it a r an . Didapa t i  bahawa 5 1 . 06% daripada pegawai l a t i h a n  
mempunyai keselarasan degan pers ek i t aran peke r j aan . 
Dengan men ggunakan a n a l i s i s  va r i an , ka j i an i ni mener ima 
h i po t e s i s  b ah awa t er da p a t  p er be z a an kepu a s a n  kerj a  di antara 
subj ek-subj ek yang mempunya i kes e l arasan person a l i t i-perseki t aran 
dan subj ek-sub j ek yang t i dak mempunyai keselarasan person a l i t i­
persek i t aran . 
Di dapa t i  bahawa sub j ek-sub j ek yang mempuny a i  keselarasan 
persona l i t i-perseki t aran mendapa t  markat yang lebih t in g g i  untuk 
xiii 
semua aspek kepuasan ker j a  seperti yang terdapat di JDI , kecua l i  
aspek gaji . 
Kaj i an ini j uga mendapati bahawa terdapat korelasi antara 
k e se l a r as a n  p e rs o n a l i ti - p e r se kitaran dan kepuasan ker j a  bagi 
semua aspek kepuasan ker j a  kecuali aspek ga j i . 
Kesimp u l a nny a , k ese l a r asa n pe rsonal iti -pe rsekita r a n  ada 
k a i t a n  d e g a n  k e p u a s a n  k e r j a . O l eh y a ng d emi ki a n , k o n s e p  
keselarasan personaliti-persekitaran patut diberi perhati an dalam 




The Malaysian government i s  the s i n g l e  largest employer i n  
the country. The management of a l abour forc e  tot a l i n g  8 0 0 , 0 0 0  
h a s  bearings not only o n  t h e  government machinery but a lso o n  the 
country a s  a whole . The suc c es s ful i n t eraction o f  i ndivi dual and 
o r g a n i s a t i o n a l  g o a l s  c o u l d  b e n e f i t  t h e  i n d i v i d u a l , t h e  
organi s a t ion and soc i ety a t  l arge . 
People who f ind j oy i n  t h e i r  work , trans l a t e  t h i s  j oy i nt o  
l e a r n i  n g , g ro w i n g  a n d  c on t r  i b u t  i n g .  T h e  o r g a n i s  a t  i on i s  
successful because work i s  done e f f e c t ively . Qua l i ty i s  bet t er , 
c o s t s  a r e  l e s s . Pe r h a p s  t h e  g r e a t e s t  b e n e f i c iary of this 
interact i on is soc iety i t sel f ,  because bet t er s evi c e  provi ded by 
t h e  gover n m e n t  t r a n s l a t e s i n t o  c ooperat ion and progress for 
society as a whole .  
Thu s , i t  i s  nec ess ary t o  s ys t ema t i c a l l y  a t t empt a job 
select ion and p l acement plan in order that optimum results are 
ob ta i n ed from i n d i  vi dua l -o r g a n i s a t  i on i n t er a c  t i on .  F i gure 1 




Underlying a prudent job selection and placement plan is the 
assumption that a good match between the nature o f  t he job and 
the personal characteristics o f  the job-holder benefits both the 
o r ganisat ion and the individua l . From t he o rganisation ' s  
standpoint ,  the job gets done by a competent individual who has 
the skil ls and abilities , and finds the job com patibl e  with his 
interests and needs . Likewise for the individual; if the job is 
com patib l e  with his interests and s ki l l s ,  he would find the 
quality of working life higher than in a situation where there is 














Figure 1 .  Mode l  o f  Long Term E f f ects of Person-Organisat ion/Work 
Environment Match . 
Background of the Study 
Job selection and placement in the Malaysian civil service 
is carried out by a sel ec tion commit t e e  based at the Public 
Services Department ( PSD) . The se lection and placement of staff 
is bas ed on t h e  needs o f  t h e  ind ividual d e pa r t m e n t s  and 
minist ries , guid ed by na t ional pol icie s . Nonetheless , due 
consideration is given to the ability and skills of the staf f . 
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The sheer siz e  o f  the Malaysian civil servi c e , totalling 
800 , 000 , makes it imperative that a job sel ection and placement 
system ass u r e s  c onsiste nt l y  h igh p r od u c t  i vi ty with mini mum 
wasteage that can occur through l ow productivity , absentism and 
other related problems. 
A prudent l ong term man-powe r devel opment plan is thus 
essential . Such a p lan would put the right person in the right 
j ob { McCormick and I lgen , 1 98 5 } . This task o f  se l ection and 
p lacement becomes more pertinent and relevant when dealing with 
trainers in the civil service . Trainers are , as de fined in the 
Ox f o rd Engl ish Dicti onary { 19 7 5 } , p e op l e  wh o a c t  to bring a 
person to a desired state o f  e f ficiency by instruction . It is 
thus signific ant that this r esear c h  study tests the issue o f  
p e r s o n-e nvir onment m a tc h , o r  c o ngr u en c e , in t h e  training 
institute for Malaysian civil servants -- the National Institute 
o f  P u b l i c  Ad minist r a ti on { I NT AN } . Th is is p a r ti c u l a r l y  
appropriate a s  I NTAN has the resp onsi bil i  ty o f  moulding and 
af fecting positive change among Malaysian civil servants ( INTAN , 
1 9 9 1a)  . 
INTAN is the only institut e in the c ountry that of fers 
training to al l categories of civil servants . Virtual ly every 
government department takes advantage of the servi c es provided . 
The institute maintains that human r esour ce devel opment has been 
and wil l  remain its primary concern ( INTAN , 1 9 9 1a ) . From its 
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l aun ching in 1 9 7 2  to 1 9 8 7 , th e institute had conducted 607 
courses and trained 2 2,'403 civil servants . By the end o f  1992, 
INTAN expects to add another 1 2,000 to this total ( INTAN, 1991a) . 
With the ability to reach out to such a number o f  civil servants, 
it is all the more relevant that persons assigned as trainers in 
INTAN have the skills, interests and characteristics suitabl e  for 
the j ob .  Thus, it might be bene ficial f o r  the civil service as a 
whole if some e ffort is made to match individuals assigned as 
INTAN trainers with the INTAN work environment . 
The match between personality and work environment is the 
essen c e  o f  H o l land ' s  ( 1 9 8 5 a )  th e o r y  o f  v o cati o n a l  ch oice . 
H o l land ( 1 9 8 5 a )  th e o rised that individua l s  p l a c ed in work 
environments that are c ongr uent with th eir personalities and 
interests wil l  find h a p pi n e ss a n d  j ob satisfaction . Other 
proponents of this theory have tested the hypothesis that if a 
person has the abilities, inter ests and pe rso nal traits that 
match the requirements, r ewards and inter personal relations in a 
given work envir o n m e nt. that p e r s o n  wi l l  b e  satis fied and 
suc c essful (Gottfredson and Ho l land, 1990). Previn (1968) showed 
that g o od mat c h e s  b etw e e n  pe o p l e  and environments typical ly 
result in high performance , high satisfaction and little stress . 
Caplan ( 1 9 7 3, in Holland and Gottfredson, 1 9 7 6 )  illustrated 
how a lack o f  match between a person ' s  competencies and a job can 
result in a decision not to work when " non-work " provides more 
rewards than incongruent work . 
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Besides Hol land ' s  theory, t h e  ques tion of  pers on-environment 
ma tch has been deal t  with by other ca r e e r  devel opment theor i sts . 
Super ' s  (19 57, in Osipow, 1 9 8 3 )  developmental sel f-concept theory 
of  vocationa l  behaviour a ss umes that an individual possesses the 
potential for success and s a tis f a c tion in a variety o f  occupation 
settings . 
Super ( 1957 , in Osipow , 198 3 )  further e laborated that peopl e  
a r e  likely t o  be more s atis fied i f  they a re i n  a n  o c c upa tion that 
r e q u i r e s  a p a tt e r n  o f  i n t e r e s t s  a n d  a bi l i ties c l os e l y  
corresponding to their own cha r a c teristics . The theory considers 
s e l f - c o n c e p t  a s  t h e  d ri vi n g  f o r c e  whi c h  e s t a b li s h e s  a n  
individua l ' s  c a r e e r  patter n .  That is, individua ls s t rive to 
fu1 til their s el f-c o ncept by choosing to e n t e r  c a r e e r s  which 
pr ovid e the mo st e f fi cient m e a ns of s e l f -e xp r e s sion (Osipow, 
1983). 
Roe ( 1 9 5 6 , in Osipow, 1 9 8 3) p r oposed a personality theory of 
c areer choice that provides a n  exp l anation o f  the r e l a tionship 
be tween persona lity and b eh a vi o u r . R o e ' s  th e o r y  s a w  t h e  
inf luence o f  Mas low r s theory o f  hie r a r chy o f  needs . According 
the Roe, the development o f  an individua l's needs influenc es the 
general vocational cont ext, o r , the dire c tion o f  choices . Roe 
maint ained that motivation is l a rgely the result of the in tensity 
of  n eeds. In this t heo ry, Roe a l s o  s t res s es tha t  there are 
distinct personality char a c t e r i stics o f  the people i n  di f fe r ent 
vocat i ons ( Osipow , 1 9 8 3 ) . 
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Roe ( 1 9 5 6 , in Osipow , 1 9 8 3) t r aces in det ail the features o f  
n o r m a l  pe r s o n a l i ty d e v e l o p m e n t  whic h l e a d  t o  a p p r o pr i a t e  
voca tiona l  sel ection . The theory suggests t ha t  if persona lity 
d e v e l o pm e n t  is misdi r e c t ed it c o u ld r esul t  in inappropriat e  
vocational choice . 
Both Supe r  ( 1 95 7 ,  in Osipow , 1 9 8 3) a nd Roe ( 1 956 , in Osipow , 
1 9 8 3) propounded t heories which suggest person-work environment 
match .  Throughout these theories it is implicit ly suggest ed t ha t  
a p p r o pria t e  p e r s o n - e n vi r o n m e n t  m a t ch could l e ad t o  positive 
outcomes such as sa tisfaction . 
Holland { 19 8 5 a }  in his theory o f  vocationa l  choice , on t he 
other hand , explicit ly st ates t ha t  t he pairing of  persons and 
e n vi r o n me n t s  l e a ds t o  o u t co m e s  t ha t  c a n  b e  p r edic t ed a nd 
und e r s t ood f r o m  o u r  k n o w l e d g e  o f  t he pe rsona lity types and 
environment a l  models . These outcomes include vocat ional choice , 
st ability ,  achievement a nd satisfaction . 
Holland ( 1985a) theorised t hat people can be cat egorized by 
t heir resemb l a n ce t o  each o f  six p erson a l it y  type s :  Rea listic 
( R) ,  Investigative {n , Artist ic ( A) ,  Socia l ( S) ,  Enterprising 
( E) ,  and Conventional ( C) .  The more cl osely a person resembles a 
par ticular type , t he more likely he is t o  exhibit t he person a l  
t raits a n d  behaviours associa t ed with t ha t  type . 
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Hol l and ( 19 8 5 a ) fur ther adds that the environments in which 
people live and work c an be c a t egorized by their resembl ance t o  
six m o d e l  e n vi r o n m e n t s: R e a l i s t i c , I nv e s t igative , Artis tic , 
Socia l , Enterprising , and Conventiona l .  
To me asur e the pers ona l it y  o f  per sons , Hol l and ( 19 8 5 a )  
devised t h e  Voc a t ional P re f eren c e  Inven tory (VP I )  which is a n  
invent ory o f  1 60 j ob tit l es . On the basis of  r esponses t o  the 
V P I , indivi du a l s  a r e  c h a r a c t e r i z e d  in t e rms o f  the t h r e e 
c lassifications that  are dominant in t heir int erests , using the 
l e t ter codes t h a t  represent the six fact ors . For exampl e ,  an  
individ u a l w h o s e  r espo nses indi c at e  highest int erest in the 
S o ci a l  oc c u pa tions f o l l owed b y  t he Ar t ist ic and Enterprising 
w o u l d  h a v e  a S-A-E p e r s o n a l i  t y  p a t t e r n . B r ie f l y , Hol l and 
indica t es that  such an individua l could then be said t o  be people 
oriented , is c r ea t ive and enthusiastic . 
An extension and pra c tical  applic a t ion o f  this theory is the 
Oc c u pa tions F in d e r ( Ho l l and , 1 9 8 5 a )  which H o l l and devised t o  
classi fy all of t h e  most common occupati ons i n  the Uni ted States 
of  Americ a .  I n  the Oc cupations Finder ( Hol land , 1 9 8 5 a )  a three-
l e t t er c ode for exa m pl e , S -A-E , r eprese n t ing t he S o ci a l , 
A r t is t i c , E n t e r p r ising p a t t e r n ; o r  A - S - I , r e p r e senting the 
Artistic , Socia l , Investigative patt ern -- are assigned to each 
o f  t h e  o c c u pa t i o ns. T h e  c od e s  in t h e  O c c u p a t io n s  Find e r  
( Ho l land , 1985a ) desc ribe the cha r a c t eris tics o f  the di ff erent 
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occupati ons . Taken in order, the three l et ters indi cate the 
p r i m a r y , se c on d a r y  and terti a r y  o r ientat i on o f  a job . For 
exam p l e, e c on om is ts, m athemati c i ans , st at i sti c i ans and market 
research analysts are assigned the I-A-S code . These occupations 
are seen prima r i ly as Investigative , secondly as Artisti c, and 
thi rd ly, Socia l .  
The Occupations Finder ( Hol l and. 1 9 8 5 a) thus devised has 
been the impetus for many research studi es on person-environment 
match . I n  fact , Holland ' s  theory is one o f  the more emp i rica l ly 
studi ed theor ies ( Spokane , 1 9 85, 1 98 7; Assoul ine and Mei r , 1 9 8 7; 
Brown, 1 9 8 7; Osipow, 1 987) . Cd tics o f  the theory too , conceed 
that i t  i s  the best th e o ry o f  vo c a t i on a l  c h o i c e  o f  those 
currently propounded ( Brown, 1 9 87) . 
Hol land's theo ry and the c oncept o f  person-envi ronment match 
c o ntinues t o  r e c e i ve attent i o n  by r esea r c h e rs and vocational 
psy c h o l o g i sts ( H a c k e t t, L e n t , a nd Greenhaus , 1 9 9 1 ) . Osipow 
( 19 87) drew attention to the f a ct that the c onc ept of  person­
e n v i r o n m e n t  m a t c h  is ac k n o w l edged to be at t h e  h eart of 
voca ti on a l  psycho l ogy and c aree r devel op ment . Spokane ( 19 8 7) 
ind i c ated that the idea of a good match between people and thei r  
work rema i ns a t  the core o f  c areer psychology . This has prompted 
t h e  Ame r i c a n  P s y ch o l og i c a l  Asso c i a t i on to h o l d  a n  a n n u a l 
symposium on person-environment fit ( Spokane , 1 9 8 7) . 
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Hackett, et a1. ( 1 9 9 1 )  in their  review o f  the major advan c es 
in the theory a nd r esearch on voc a t i onal  behaviour concluded that 
research in the c a r eer area in the 1990s would see more emphasis 
on ca reer decision and person-environment fit .  
I n  t h e  pr a c tic a l  a pplic a tion of  his theory , Hol l and (1985a ) 
d r e w  a t t e n t i o n  t o  i t s  signi fi c a n c e  i n  p r edic ting import an t  
o u t c o m e s  su c h  a s  j o b  s a t i s f a c t i o n ; f a cili t a ting c a r e e r  
develo pmen t ; and assist ing i n  the job sel e c tion a nd placement 
exer cise of  organisa tions . 
Whi l e  Hol l a nd ' s  theory c a n  be used t o  predict out comes such 
as job s a tis f ac t i o n  ( M oun t a nd Mu c hin sky , 197 8 ; Wiener and 
V ai t e n a s , 1 9 7 7 ; S w a n ey a nd P r edige r , 1 9 8 5 ; Got t fredson a nd 
H o l land , 1 9 9 0 ) , the issue o f  job satisfac tion itse l f  has been the 
subje c t  of a numbe r of theo rie s .  Mc C o rmic k  and I lgen ( 1 9 8 5 ) 
suggest five gener a l  orien t a tions t oward job satisfaction-- the 
ins t ru m e n t a li t y ,  s o ci a l ,  e qui t y , t wo - t he o r y a nd c om parison 
orienta tions. 
One vi ew o f  job sa tisfa c tion , the inst rumen t a lity theory , is 
that individuals c a l cul a t e  the degree to which their  jobs a r e  
sa tisfying b y  considering the extent t o  which the jobs lead t o  
v a l u e d o u t c o m e s - - su c h  a s  p a y , p r o m o t io n , g o o d  w o rking 
condi t i ons . Exponents of  this theory , Pulakos and Schmitt ( 1 9 8 3 ) 
a r e  of the opi n i on tha t ea ch indi vidua l estima tes the extent t o  
which ho lding a job leads t o  these out comes. Then , by weighting 
the pe r c e i ved va lue or a t t r a c tiveness of eac h out come and by 
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consider ing a l l  outcomes , t h e  ind i vidual a r r i ves a t  a n  est ima t e  
o f  the sa t isfact i on h e  f eels wi l l  come f rom t h e  j ob ( McCormick & 
I 1 gen , 1 9 8 5 ) . 
Another theory of  j ob satisfact i on , the soci a l  influence 
theory , as proposed by S a l ancik and P f e f fer ( 19 7 7 ) ,  suggests that 
perhaps people decide how satis f i ed they are with the i r  j obs not 
by processing informa t i on about the j ob but by observing others 
on simi lar  j obs and making inferences about others' sat isfact i on. 
The equity theory of  j ob sat i sf act i on as const i t ut ed by Adams 
( 1 9 6 5 , i n  McC o r m i ck and lIg e n , 1 9 8 5 )  sta t e s t h a t  pers ons 
consci ously or unconsc iously compare the i r  output , wha t  they get 
from t he i r  j obs , a nd input , wh a t  they bring int o their j obs , 
r a t i o  with that o f  other persons whom they percei ve as relevant 
compar ison . Equ i t y  is said to exist when an indi vidual percei ves 
that his r a t i o  is equa l t o  that  o f  the next pe rson ; ineq uity 
exists if  the person percei ves his out put-input rat i o  t o  be not 
the same . 
He rzbe rg IS ( 1 96 6 )  two- f a c t o r  t h e o ry pr opos ed t h a t  j ob 
sat isfact i on st emmed f r om an ent ir ely di fferent set of ca uses 
than j ob dissa t i sfact i on . He  a rgued that " s a t isf i ers" such as 
recogni t i on, aut onomy , responsi b i l i t y  and the work itse l f  could 
on ly af fect sa t i sf ac t i on and not  d i ssat i f ac t i on ,  whereas the 
opposi te  e f fect occured for "d issa t isf i er " ,  such as pay , working 
cond i t i ons and human r e l a t i ons behaviours of  supervisors and co-
